COOKING UP YOUR

EMPLOYER
BRAND
THE
1

ED I TI O N

Having supported organisations from startups
to scale-ups, through various phases of funding
and organic or transformational growth, we have
built our reputation on providing robust talent
attraction solutions.
Our strategies enable organisations to tap into what they need when they need it,
to succeed in their growth plans.
As the talent partner to Tech Nation, we recognise the challenges that new companies
face when building their employer brand. When employment levels are at an all-time
high, and competition for talent is fierce, startups need hands-on, practical tools
to enable them to establish themselves as top choice employers.
We’ve worked with some of the most forward-thinking businesses in recent years,
including Mews Systems and iRobot. We have a wealth of experience in helping
organisations to implement and develop their employer brand. We often discuss
the latest industry insight, thoughts and opinions on employer branding in our blog.
However, for this eBook, we’ve decided to focus on employer branding for startups.
In this eBook, we’ll cover your questions about employer branding. Including: how it
can transform your recruitment processes, how to refine and present your message,
and how developing an employer brand can improve the inner workings of your
startup, day-to-day.
So, here it is.

Cooking Up Your Employer Brand: The Startup Edition.
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EMPLOYER BRANDING:

THE KEY
INGREDIENTS
We thought we’d open this eBook with a definition
of what your employer brand actually is before we go
into more detail.
We don’t want to bore anyone who’s already clued up, so feel free to skip ahead
if you can already define an employer brand with your eyes closed while simultaneously
brewing a cup of tea. If you can’t do that, then this section is for you.
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EMPLOYER BRANDING: THE KEY INGREDIENTS

Your employer brand
should encapsulate your vision
and values as an organisation

Your employer brand
is like your company brand

It should communicate who you are and how you
do things. It is what differentiates you from other
employers and makes you stand out. So, if you have
a well-defined employer brand, communicated clearly,
you should attract and retain the talent that is right
for your organisation.

However, it's tailored to speak to potential
employees. Like your company brand, your
employer brand is designed to make you stick
in people's minds for all the right reasons.
So, when talented people decide the time
is right for a new opportunity, you're at the top
of their list.

This is just a summary of what your employer brand is.
Keep reading to find out more about how to develop
your employer brand as a startup, how to implement
and present it, the benefits of sustaining it, and how
at Talent Works International we can help you find
your voice.
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STEP

ONE
Developing your employer brand
Developing your employer brand as a startup might seem like a huge task.
However, we would argue that now is the perfect time.
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STEP ONE:

DEVELOPING YOUR EMPLOYER BRAND

Why should startups develop
their employer brand early?
Large organisations often find it challenging
to redevelop or improve their employer brand.
They may have internal processes which make
implementing new ideas difficult. As well as
this, when they already have a reputation, it can
be challenging to change the minds of those
candidates they want to attract.
Unlike established brands, your resources
in the first couple of years of your business
are going to be limited. You are unlikely to be
able to compete with foosball tables, free food
and substantial pension contributions – unless
you're willing to increase your monthly burn rate
significantly. If you develop an attractive employer
brand early on that embraces your culture
and values, you won't need to woo candidates
with extravagant benefits – and you'll find they're
more likely to stick around.

Who is your target audience?
As a startup, your ideal candidates are likely
to know little to nothing about your business.
So, you need to show them why you're the right
choice for them.
Just like in consumer marketing, people won’t
buy your product if they don’t know who you are
or what you’re selling.
Your employer brand shouldn’t appeal to everyone.
It's about clearly defining your culture and values
so that the candidates you attract are the right
people for your business.

It's essential
to be transparent
An inaccurately portrayed employer brand
can create false expectations, resulting in low
retention levels. For example, if an employer
promotes a laid-back working environment
where people can come and go as they please,
but the reality is entirely different, new hires
will feel as though they have been mis-sold
the opportunity. As well as this, if your employer
brand doesn't correctly reflect your business,
you'll be deterring candidates who would be
interested in your company from applying.
Your employer brand mustn't say what you
think candidates want to hear. Instead, it should
accurately reflect your organisation, who you are,
and how you do things. To that end, there are no
right or wrong answers when it comes
to employer branding.
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STEP ONE:

DEVELOPING YOUR EMPLOYER BRAND

How do you develop your employer brand early on?
To create an employer brand that accurately reflects your company, you need to define
your company values. Company values are “the fundamental beliefs upon which your
business and its behaviour are based.” So, your decisions about who you are and how
you do things should naturally stem from your values.
You can start the process of defining your values by asking yourself a number
of questions. For example:

Your values are a promise to your employees that what you stand
for won't change. Your values hold you accountable. So, when
candidates ask you how you live out your promises day-to-day,
you can tell them, and give examples, because your values are
a part of and shape everything you do.

• What do you want your company to be known for?

Then, when you have a clear, established set of principles
to work with, your employer brand will form as a result. After all,
your employer brand is not just what you say you do, but what
you do daily.

• Are there particular qualities you value in your people?

So, ask yourself and your core team some questions and get
started on crafting your employer brand. Remember, developing
your brand is a gradual process. It's a long-term commitment, not
an overnight decision. You cannot produce a reputation without
living it out first. However, commit to your values, and you can
promote an employer brand that, even in a candidate-driven
market, makes you the employer of choice.

• What differentiates you from your competitors?
• What do you look for in potential candidates?
• What should they look for in you?
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A RECIPE
FOR SUCCESS:
CASE STUDY
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HOW DO YOU
CAPTURE COOL?
Taboola is a fast-growing content discovery
platform building a reputation for creating
some of the smartest social media
technology around.
Taboola asked us to create an employer brand that showed
their cool side, helping them to attract ambitious people.
At the heart of the proposition was a love of curiosity – they
love to attract people who want to spend their time exploring
new hobbies, new passions and new ideas.

How did we do this?
We focused on docu-style imagery that tells a story. The imagery
is emotive, engaging and stylish, showing that the passion we
have for life outside work is the same passion we have inside
work. Underpinning the whole brand is the tagline ‘Feed
your passion’: a neat play on the idea of social media feeds
and a strong message to a younger, digital generation
who want to pursue all of their diverse aspirations.
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STEP TWO

STARTUP
CULTURE
DAY-TO-DAY
Your company culture and employer brand go hand in hand.
As your culture can be seen as the daily implementation
of your employer brand, one clearly cannot exist without the other.
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STEP TWO:

STARTUP CULTURE DAY-TO-DAY
The benefits of a positive culture are well documented.
Ultimately, companies who nurture a positive culture
are more likely to have happy employees.
Evidence shows that happy employees are up to 20% more productive. As well as this,
satisfied employees are more likely to perform better and stay longer.

What are the ingredients
for a positive culture?
Many employers think that to create a strong culture, they need to engage in fun
gimmicks and go over the top with their benefits schemes. While none of these
things are necessarily amiss in your attempts to create a happy workplace, no amount
of pool tables or fancy holiday schemes are going to make up for a toxic atmosphere.
Recent evidence shows that money isn’t the only motivating factor for employees.
Of course, salary is a significant factor in a job offer. However, according to Forbes,
“a good work environment beats out free stuff any day.”
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STEP TWO:

STARTUP CULTURE DAY-TO-DAY

So, how do you create a positive
work environment?
We’ve all seen it – some companies seem to have
it nailed. Their Instagram feed is full of happy, smiling
employees and their retention levels are up.
Chances are, they haven’t cultivated such a positive
culture by chance. Sticking to your values and fostering
a collaborative and flourishing environment is the result
of daily choices. You can think of your company culture
a bit like a relationship. After all, it is a relationship
between you and your employees. Both are hard work.
However, both are ultimately rewarding and worth
the effort.
To help you out, we’ve summarised 4 of the best ways
to establish a positive company culture.
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STEP TWO:

STARTUP CULTURE DAY-TO-DAY

Create a sense of meaning and purpose
The desire for meaning in work has been primarily attributed
to millennial employees, as research seeks to understand what they
want from the workplace. However, research has shown that wanting
your work to have a greater impact is much more universal than
is commonly believed.
Everyone wants to believe that their work matters. A sense of purpose
in their work is one of the foremost reasons why employees stay in their
jobs, ranking above compensation.

Encourage a culture
of positive communication

You can instil meaning in culture by paying attention to some essential
human needs - for example, connection, the desire to give back to
society and personal growth. The sense that they are having a greater
impact on the world through their work can be a significant motivating
factor for candidates.

In a workplace with clear communication, you should feel able
to ask for instructions or further detail on a task you've been asked
to complete. Employees who know what's expected of them and feel
empowered to communicate openly are likely to be more productive
and happier.

An environment which fosters positive communication should provide
employees with the freedom, to be honest about their personal lives
as well as their work lives. So, if something is going on outside of work
and limiting their ability to be fully productive, they should feel able
to share this knowing they work somewhere that will support them
to get back on track.
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STEP TWO:

STARTUP CULTURE DAY-TO-DAY

Value health & wellbeing

86% of organisations surveyed found that employees were coming
into work when ill. In an environment where workers feel pressured
to work through illness, presenteeism indicates a workplace that values
individual contribution based on time present rather than what they
have achieved.

Prioritise work-life balance

In the era of flexible working, businesses can no longer afford to value
their employees based on how long they spend in the office over
the value they provide. A flexible working policy can enable employees
to work from home when they feel unwell. Absenteeism should reduce,
thereby increasing productivity while giving employees the chance
to recover from illness without passing it on to other colleagues.

On a similar note, organisations with flexible working policies create
an autonomous culture in which employees feel trusted and take
responsibility for themselves. As a result, employees who can manage
their workload have the freedom to ensure that they make time for
their personal needs. For example, employees who work flexibly may
have more time to go to the gym, to visit a relative, or make time to be
present for their children.
Ultimately, a workplace that values its employees and enables them
to be their best selves both inside and outside of the workplace will
cultivate a positive culture. As Eric Mosley, CEO of Workhuman says,
"when the workplace treats employees like robots or widgets, that's
when things fall apart." As such, when you treat your employees
as individuals, you will naturally create a healthy culture which,
in turn, attracts top talent.
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STEP THREE:

ATTRACTING
TALENT
Your startup needs to scale so you can continue making
an impact, but how do you attract the right talent to grow
your business?
You don't just want to work with people who have the skill sets you need; you want to work
with people you enjoy being with each day. However, finding people who are both talented
and aligned with your company values can prove challenging when candidates are
so in demand.
Here are five tried-and-tested strategies for finding the perfect hires.
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5 TRIED-AND-TESTED STRATEGIES
FOR FINDING THE PERFECT HIRES
1 Hire for culture

2 Top talent attracts top talent

You can help someone up-skill, but you can't change their attitude.
So, when you can't find a candidate with the perfect combination
of skill set and personal attributes, consider hiring for cultural fit.

It goes without saying really, but everyone wants to work with people they
can learn from. This shouldn't just refer to more senior talent – everyone
has something to offer.

Sometimes, this can translate as hiring for potential. So, instead
of hiring someone with the skills you desire, hire someone with less
experience who's willing to learn and develop those skills. As a result,
you could end up with a hire who works brilliantly within your team
and has scope to learn and grow.

Don't compromise on what you need to make a hire quickly. Sometimes
the best hires take more time than you'd like them to, but it can be worth
the wait for the right people. Bear in mind that the first people you recruit
are likely to make the decisions on new hires as your business grows.
You should hire highly ambitious people with a strong work ethic and low
ego. As Randy Komisar, a general partner at venture capital firm Kleiner
Perkins Caufield & Byers says in his book, Straight Talk for Startups,
"A Players recruit A Players, B Players recruit C Players."

Hiring for cultural fit doesn't mean having a workforce of individuals
who all look and behave the same way. Instead, culture is about
individual attitudes, values and beliefs being in line with the core
values and culture of your business.
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5 TRIED-AND-TESTED STRATEGIES
FOR FINDING THE PERFECT HIRES
3 Employee
referral schemes

4 Take the "always-on"
approach

Top talent knows top talent, either through
previous roles, university, internships or
apprenticeships. To improve your chances
of making long term hires ask your current
employees for their recommendations.
Employees that are passionate about your
business will be happy to spread the word.
Recognising and rewarding people for their
referrals is a great way to show how much
you value your employees. This could be
with an unexpected bonus, a bottle of plonk
or a hand-written IOU depending on
your cashflow.

You should view your recruitment marketing
activity as an ongoing campaign rather than
occurring only when you have a vacancy.
Promoting your employer brand all year
round can help build a talent pool and ensure
you're in the best possible position when
you are ready to recruit.

Employee referrals programmes are a proven
method for great hires, saving both money
and time, as well as increasing retention rates.

We highly recommend promoting
your employer brand before you have
requirements. At the very least, pick a social
media channel and consistently post relevant
content specifically to promote your employer
brand. Then, when you have live vacancies,
you can scale up your campaign accordingly.

There’s no one better to promote your company
than your current employees.
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5 Employee ambassadors
In a society where people are consistently
confronted with some form of advertising, job
hunters are likely to be wary of established
brands constantly marketing themselves as
the best. As a result, content which has the
most impact increasingly comes from a place
of integrity and connects with individuals on
a personal level. By developing a supportive
culture, your employees will be inclined
to share their positive work-life experiences
on their social channels.
There’s a reason why in a candidate-driven
market, some employers are still batting away
the applications – they've created a culture
everyone wants to work in and marketed
it effectively.

STEP
FOUR
Representing your brand online

You've established who you are as an organisation and what you value.
However, aside from creating a reputation, all this is pointless if you aren't
communicating your employer brand to potential candidates.
So, how do you stand out in a crowded field to ensure you attract the right
talent for your business?
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STEP FOUR:

REPRESENTING YOUR BRAND ONLINE

Firstly, consider your target audience
How do the people you want to connect with receive and consume content? Are they on social media, and if so, which platforms?
Do they play games? Are they on job boards or online forums?
As the majority of recruitment processes take place online, you want to make sure your employer brand has an online presence.
However, this doesn't just mean a careers page on your website.
While dedicating a section of your website to careers can be extremely helpful, the only people who tend to see careers pages
are those who are already actively looking to apply with your company. If the people you want to reach haven't encountered
your employer brand elsewhere, it's unlikely they will end up on your careers page in the first place.
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STEP FOUR:

REPRESENTING YOUR BRAND ONLINE

Use social media
– paid and organic
Apart from your company’s website, your social media
is the best representation of your company a candidate
will find. 59% of candidates use social media to research
companies they are interested in. So, not only should it
accurately represent your company, but it should also do
an excellent job of communicating your employer brand.
Paid social media is an effective way of communicating
with candidates. One sponsored post can reach a vast
number of people in your defined audience. Using
Facebook sponsored advertising, even on a minimal
budget, will increase engagement and give you the ability
to target specific audiences. As a result, paid social media

can be a powerful tool when you want to reach
people with particular skill sets, experience
and interests. It's also important to post relevant
content on your organic social feeds. Promoting
your employer brand on your social channels
ensures brand validation is established with
active candidates who are already aware
of your company. The evidence shows that
social media is a powerful tool, with LinkedIn
reporting that 75% of candidates research
a company's reputation before applying
for a job.
The message your social channels
communicate can be a defining factor for
a candidate to decide whether they should
accept an interview invitation from you, or not.
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Consistency is key
Developing a connection with potential
candidates takes time and consistency. One
post here and there won't cut it. Instead, make
recruitment attraction a consistent part of your
social media strategy.
Don't just wait to chat directly to candidates
and applicants - make connecting with all
potential talent a priority. After all, great
talent is worth the time and effort. According
to research, "almost half of recruiters utilising
social media recruiting strategies report
improvement in both the quantity and quality
of candidates."

STEP FOUR:

REPRESENTING YOUR BRAND ONLINE

Control your narrative
Social media enables organisations to have the final say over their
employer brand. With the rise of company review site Glassdoor, previous
employees are free to anonymously make their thoughts known publicly
about working for your organisation.
As previously mentioned, a great recruitment strategy gaining in popularity
is the use of employer brand ambassadors. Brand ambassadors are
employees who use their social media platforms to promote your employer
brand. According to research, 41% of people believe that employees
are the most credible source of information regarding their business.
Employee testimonials and honest, frank posts can create genuine
engagement with readers who are looking for some clarity amidst a mass
of information. This is why Glassdoor is such a popular tool, and also
why you should control your narrative on social media where possible.
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STEP FOUR:

REPRESENTING YOUR BRAND ONLINE

Happy employees
are trustworthy sources
Ultimately, employees who are engaged are best
placed to promote your organisation because they
speak from experience. So, utilise their voices
and invest in employer brand ambassadors.
As long as your content is consistent, utilising organic
social media will ensure you establish brand validation
with active candidates. If you are actively looking
to recruit, we'd recommend sponsoring your content
to enable you to reach a large audience which aligns
with your requirements.
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HERE’S ONE WE
MADE EARLIER:

CASE STUDY
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CREATING THE
PERFECT STORM
Asahi was relaunching Asahi Super Dry
in the UK, and they needed to launch
their employer brand in the same way as
something bold, visible, exciting and new.
To bring the new brand to life, we created a range
of animations, raising awareness of Asahi and their entire
premium portfolio of beers.

The solution?
We extended the new brand across an interactive landing
page, which we drove traffic to with a comprehensive
media campaign.
We received 579,952 total impressions for the 'Take
The Market By Storm Campaign' of which most came
from Facebook and Google.
The highest performing channel was Facebook, accruing
32% of the applications.
Mobile traffic accounted for 70% of the total page traffic.
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STEP FIVE

DEVELOPING

YOUR EVP

One of the more unfamiliar recruitment terms: your employee value proposition (EVP).
So, what exactly is an EVP? How do you create one, and what does it do?
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STEP FIVE

DEVELOPING YOUR EVP
Katharine Newton, Head of Insight at Talent Works,
defines an EVP as a compelling description of the most
defining and differentiating aspects of what an organisation
offers, and what’s expected of employees in return.
It is, essentially, a promise and, unlike your employer brand, your
EVP is geared mainly towards your current employees. A strong
EVP should ensure that while your employees provide value
to your organisation, you also provide value to them. As a result,
any organisation with a well-crafted EVP should see the returns
when it comes to retention.
Of course, the natural consequence of good retention levels
is a positive company culture, which in turn can help make your
organisation a top choice employer.
At Talent Works International, we’ve supported many organisations
as they’ve crafted their EVP’s. So, we’ve come up with a 5-step
guide to developing a strong EVP that helps you communicate
your promise to your employees.
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STEP FIVE

DEVELOPING YOUR EVP

2
1
Identify

Analyse

your statistics – retention
rates, length of service,
time to hire, employee
engagement – to find
out where business
could improve.

through employee research,
what values identify your
company and what values you
should implement to improve
on the previous stats.

5
4
3
Test

Develop

a statement to convey
this promise accurately.

Define

Using these values,
start to define what makes
you different from other
employers and decide
what your promise is to your
employees moving forward.
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Test the EVP with the target
audience through qualitative
and quantitative research
to find out if it has been
received as you would
hope. An EVP which has
been thoroughly tested
should work for 90%
of the target population.

STEP FIVE

DEVELOPING YOUR EVP

Throughout this process, rather
than looking to other companies
for inspiration, try and keep your
focus internal.
This way, your EVP doesn't run the risk of becoming
a manifestation of any competition. Instead, it will
remain about the people it is for. As long as
the process is undertaken with your core team,
you should develop an EVP that speaks to your
present and future employees.
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STEP SIX:

COMPETING AGAINST

ESTABLISHED
BRANDS
Candidates in the tech industry have reported receiving
up to 30 job offers per month through websites such
as LinkedIn and GitHub.
As a result, candidates can often feel overwhelmed with direct messages and phone calls
from recruiters. Trying to make waves online with your job ads as a startup can be difficult
when competing against established brands.
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STEP SIX:

COMPETING AGAINST ESTABLISHED BRANDS

How can your startup stand out in the crowd?
As a startup, you have many advantages over large companies. However, to utilise
these to enhance your recruitment efforts, you need to market them effectively.
You need to make it clear in both your employer branding and your EVP how these
advantages make you a top choice employer.

Creative environment with freedom to innovate
Startups are, inherently, creative environments. They’re risky ventures. They
provide a playground for talent to create and explore. Startup culture should
promote trial and error practices which give employees the freedom to make
mistakes and succeed.
Large companies, while providing safety and security, cannot offer this level
of thrill for their employees. Startups are, as a result, an exciting option for talented
innovators who want to be able to use their imagination and put their full skill set
to the test.
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STEP SIX:

COMPETING AGAINST ESTABLISHED BRANDS

Provide a stake
in the company
Want to provide the ultimate perk that any large
organisation will struggle to compete with?
Offer your employees shares in your business.
Where large organisations may win out in talent
attraction is their ability to offer the highest
salaries. However, many potential employees
would turn down a higher salary to own a stake
in the next big tech innovation to take the world
by storm.

Grow careers with the company
Where talented people may find job security and longevity with
large companies, startups can provide opportunities for rapid
career growth and the opportunity to learn by doing. As startups
scale quickly, those early hires often fly with the business, providing
an opportunity for career growth that would take significantly
longer in larger corporations.
As well as this, in a trial and error environment, there is more
opportunity to gain knowledge and skills on the go. While large
organisations may have the finances to invest in training their staff,
startups provide unique opportunities to learn by doing.

Offering employees' a share in the business,
while riskier than accepting a higher salary
for the foreseeable, could provide them
with the chance of future financial security.
Employees who own a stake in a company
are likely to be more invested in that company's
success, resulting in greater commitment
and productivity, as the value of their shares
may increase in line with their hard work.

As many people prefer to learn this way, startups can provide
opportunities for employees to gain knowledge while furthering
their careers.
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STEP SIX:

COMPETING AGAINST ESTABLISHED BRANDS

Your point of difference
Ensure your brand messaging is clear about what sets you apart, and remember,
candidates who would rather be a small cog in a large wheel probably aren't
right for your business anyway. However, with the right messaging, you will reach
those who are.
Being visible in the market place is all about emphasising your point of difference.
A good place to start is to connect with specialist recruiters who already have
an extensive talent pool at their fingertips, and get the word out in your network.
When reaching out to candidates whose inbox is nearly always full, having one
or two mutual contacts can be what makes the difference. So, refine your
message, then start making those connections.
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Representing your brand online

You’ve established who you are as an organisation, what you value, and how
that translates in the way that you treat and engage with your employees.
However, aside from creating a reputation, all this is pointless if you don’t
connect it with potential candidates.

STEP
SEVEN

So, how do you stand out in a crowded field to ensure you attract the right
talent for your business?

Retaining talent
as a growing business

You've made those first few key hires that will shape and impact
the growth of your startup. You're collaborating and creating something
inspiring. You can't imagine having the same kind of success with other
people. You think they might just have been the perfect hires.
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STEP SEVEN:

RETAINING TALENT AS A GROWING BUSINESS

So, what happens if one person
decides to leave?
After making your key hires, retention is the next most crucial part
of running your startup. Studies have predicted that replacing
a valuable employee can cost between 6 to 9 months salary on
average. That's up to 3 quarters of an employee's annual salary!
Making sure your employees are happy and valued is worth some
serious investment. Here are five ways to make sure you retain your
key hires while your business grows.
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5 WAYS TO RETAIN KEY HIRES
1 Invest in employee
career growth

2 Don't rush
your decisions

Make sure you're developing your employees
at the same rate as your business is growing.
This is especially important for those first
critical hires. If employees have been intimately
involved in the growth of your startup, and they
know the ins and outs of what your journey has
looked like, make sure they share in the results.

It might seem obvious, but sometimes
organisations can be in such a rush to make
a hire they end up hiring the wrong person.
This is much more likely to be the result
of hiring someone who has the right skill set
but doesn't align with your company values.
In a small business, one wrong hire can be
lethal to the progress of the team.

If your company expands quickly, and crucial
employees feel their contribution has been
overlooked, they will likely become disillusioned
and tempted into seeing where else their
talents might be appreciated. Don't take your
best people for granted. Invest in their career
development in ways that larger organisations
would never envision.

For example, if you have ten employees,
one employee makes up a tenth of your entire
company. Once you've made the decision,
it can be complicated to correct your mistake.
So, even though you need that new hire ASAP,
ensure you're recruiting process is efficient,
yet thorough.
There is no set amount of time that a new
hire should take to make. It might seem like
it's taking forever. However, in the long run,
you will be thankful you took the time to find
the right person. New hires are, after all, an
investment in the future of your organisation.
Don't risk a bad investment.
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3 Provide flexible
and remote working
opportunities
The evidence shows that the majority
of employees want flexible working in their
job roles. 89% of British workers believe that
flexible working would boost their productivity.
As a result, offering flexible and remote
working is a top benefit that many larger
organisations are not quite ready to take.
Get ahead of the curve and make flexibility
an integral part of your culture.
Allowing employees to take responsibility
for their work while making time for their
personal life can result in more fulfilled
employees who feel valued by their employer.

5 WAYS TO RETAIN KEY HIRES
4 Prioritise culture

5 Invest in relationships

On the topic of workplace culture, make sure
yours is positive. A happy culture isn't just
about attracting talent, after all. Employees
who enjoy their working environment are
less likely to look for other opportunities.

A large part of building a great culture is
down to the connections you cultivate
between your employees. Ultimately, all
employees want to get along with their
colleagues. However, more than this,
a workplace which cultivates positive
relationships is likely to be more productive,
as people who like working together, work
well together.
Relationships that go beyond cordial,
and into genuine friendships can create
a supportive environment in which

Companies that invest in their employees will see the returns
when they stay and build a career with you for years to come.
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teammates support each other and work
together more cohesively towards a common
goal. So, treat the team to a pint after a good
day, take them out for lunch and make it
a priority to spend some time together away
from the office.

CONTACT
For enquiries please use our
contact form or email, to find
out how we can help you today.
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